Introduction
The large variety of cultural backgrounds in an organization empirically proves positive impact if each employee is placed according to their own habit (Barden et al., 2017) . Cultural diversity is the strength of the organization when it is combined with respective strengths. Employees who have skills in communication are absolutely in different placements from other employees who have skills in equipment supervision that do not need to socialize with other employees (Yean & Yusof, 2016) .
Another empirical evidence proves that there are various factors affecting weak performance (Dajani, 2015) . Some of these factors are organizational fairness, multicultural competencies and organizational commitment (Yean & Yusof, 2016; Al Zeifiti & Mohamad, 2017 ). Employee's performance will have beneficial value for an organization if the amount given by the organization exceeds the amount received by the organization (Kalay, 2016) .
The combination of attitude, perception and behavior existing in the organization is a good strength when it is combined in accordance with the organizational goals (Aboazoum et al., 2015) . The strength created can be used as a basic organizational competitiveness to deal with competing organizations. The culture and its consequences, fair organizational treatment to employees, commitment to organizations are the organizational strength of an organization. This strength is insurmountable and basic for enhancing employee's performance (Vincent & Torres, 2015) .
An organization will grow and develop if it is supported by multicultural elements (Hladik, 2012) . Multiculturalism is a variety of behavior causing various job situations to be filled based on the needs of the job (Dietz et al., 2017) . Individuals having the ability to be adapted by the business environment will have the speed to face the competition. In a relatively short time, they can decide to save the organization under certain situations (Borghei et al., 2010) .
Literature Review

Multicultural competence dan organizational fairness
Multicultural competence is adopted by working experience in large groups and applied to small groups in the organization (Vincent & Torres, 2015) . Multicultural is learning experience in small groups that has been proven by large groups and can be promoted by their multicultural competencies (Dietz et al., 2017) . The qualified multicultural competencies will create organizational fairness in the working groups (Ahmed et al., 2011) . According to Al-Zu'bi (2010) , organizational fairness relates to the ways in which employees can determine whether they have been treated fairly in their work and meet the requirements with the ways where the determination affects other related jobs. Organizational fairness refers to perceived fairness from social and economic exchange between employees and their work organizations (Rai, 2013; Suroso & Anggraeni, 2017) .
The ability of organizations in utilizing multicultural competence can improve organizational performance to achieve the fairness in treating employees. Hosgorur et al. (2017) , Chen et al. (2015) state that organizational fairness is a concept that explains employees' perceptions of how fair they are treated in the organization and how these perceptions affect the organizational outcomes such as commitment and satisfaction. Based on this description it can be assumed that multicultural competence can affect organizational fairness.
Multicultural competence and organizational commitment
Organizational commitment includes strong confidence and acceptance of organizational goals and values; willingness to exert great effort on behalf of the organization; and strong desire to keep working with the organization (Dajani, 2015) . Employees' ethic is the basis for creating good working relationship that refers to employees' intelligence to act in the organization. This differs from other forms of commitment such as work ethic support, career commitment, job involvement and union commitment that focuses on values, career and job (Borghei et al., 2010; Srivastava & Tang, 2015; Rahman et al., 2015) . Organizational commitment can be the degree in which an individual adopts organizational values in identifying problems to fulfill his job responsibilities (Mohammed & Eleswd, 2013) . According to Azeem (2010) , Stinglhamber et al. (2015) , strong desires in organizational goals and values, willingness to do a lot of effort on behalf of the organization and strong desire to remain a member of the organization is employees' ability in analyzing the performance of various cultures.
According to Hladik (2012) , multicultural competence as "the awareness, knowledge and skills" is required for effective work across ethnic and cultural difference from various groups. Multicultural competence is mostly done by employees having the ability to understand and commit to the vision of the organization. Multicultural competence means a part for approaching the process of one's personality counseling (Ahmed et al., 2011) . It means that multicultural competence is necessary for employees who have learned and are experienced in a small group. Besides, they have proven to be an effective approach in promoting their respective multicultural competence (Dietz et al., 2017; Barden et al., 2017) . Based on this description, it can be assumed that multicultural competence directly influences organizational commitment.
Multicultural competence and job performance
Multicultural competence that exists in an organization is employees' ability to involve themselves in action or creating situations that maximize individual development (Vincent & Torres, 2015) . Furthermore, Hladik (2012) states that the awareness of the importance of existing skills and knowledge to improve skills employees' performance in working through cross-ethnicity and cultural differences from various groups must be owned by each member of the organization.
Multicultural competence also means a part of education approaching process from cultural context of each member of the organization, so it can improve work performance and can be used to achieve the organizational goals and used objectives (Jayaweera, 2015) . Platis et al. (2014) state that work achievement related to work performance can be an important parameter in the organization. Multicultural competence which is well-allocated will produce new innovations and can be used to provide additional value for the organization (Dietz et al., 2017; Barden et al., 2017) . Based on this description it can be assumed that multicultural competence directly influences job performance.
Organizational fairness and organizational commitment
Management of existing organizations in the company or institution is a strength formed through the mechanism of utilization of existing functions (Chen et al., 2015) . Each unit playing role in the organization has equal rights and obligations. Therefore, the fairness of resources desired by each employee can be realized by the organization where they are working (Yean & Yusof, 2016) .
Organizational fairness is an evaluation process of administrative decision made by employees in terms of division of employees' duties, compliance with shifts, empowerment, level of salary, achievement distribution and economic application (Kalay, 2016) . Employees want such a fair social work environment, perceptions in internal decision-making and how these decisions are shared so that their commitment to the organization is getting stronger (Al-Zu'bi, 2010) .
Parts of organizational fairness relate to the ways in which employees can feel whether they have been treated fairly by the organization in their work and in a certain period, their attitude formed can influence commitment to the organization (Al-Zu'bi, 2010; Hosgorur et al., 2017) . Organizational commitment includes strong confidence and acceptance of organizational goals and values; willingness to exert great effort on behalf of organization; and strong desire to keep working with the organization (Neubert & Halbesleben, 2015; Zachary, 2013) . Organizational commitment refers to the attachment of employees to an organization. It differs from other forms of commitment such as work ethic support, career commitment, job involvement and union commitments that focus on values, career, job and labor union, respectively (Dajani, 2015; Borghei, 2010) .
According to Al Zeifeti & Mohamad (2017), organizational commitment as the "willingness of social actors to provide their energy and loyalty to the social system, the attachment of the social system of personality relationships that is considered as self-expression". Organizational commitment can be the degree in which an individual adopts organizational values and goals and identifies with them in fulfilling their working responsibility (Mohammed & Eleswd, 2013) .
Organizational fairness refers to perceived fairness from social and economic exchange between employees and their work organizations (Rai, 2013; Chen et al., 2015) . On the other hand, organizational commitment is strong belief for organizational goals and values, willingness to do a lot of effort on behalf of organization and desire to remain a member of the organization (Azeem, 2010; Sharma & Sinha, 2015) . Based on the description, it can be assumed that organizational fairness directly influences organizational commitment.
Organizational fairness and job performance
Organizational fairness relates to the ways of employees who can feel that they have been treated fairly in their work, so it affects their advanced work to achieve the organizational goals and objectives (Jayaweera, 2015; Al-Zu'bi, 2010; Rai, 2013) . The fairness perceived by employees is social and economic exchange among employees, so they are aware that they are highly appreciated by the organization (Hosgorur et al., 2017; Chen et al., 2015) .
Work achievement is considered as an important parameter in the employee profession, in which the results obtained by employees can be done fairly. The fairness obtained by the organization can improve employees' performance (Platis et al., 2014) . The working result recognized by the organization is done by employees who can adopt the skills and effort. Characteristic of work condition is a combination that is expressed as a part that represents the work performance obtained from fair treatment (Ling & Bhatti, 2014) . Yozgat et al. (2013) state that job performance as the function of individual performance on the specific tasks consisting standard job description. In addition, they state that job performance is also influenced by variables such as maintaining good interpersonal relationship, absenteeism, withdrawal behavior and other behaviors that increase danger in workplace. Based on the description, it can be assumed that organizational fairness directly influences job performance.
Organizational commitment and job performance
Commitment to a good organization can improve one's performance in the company (Khan et al., 2010) . According to Mohammed & Eleswd (2013) , organizational commitment is the degree in which individuals adopt organizational values and goals and identifies with them in fulfilling their job responsibility. A strong belief in organizational values and goals, willingness to do a lot of effort on behalf of the organization and strong desire to remain a member of the organization can motivate employees to work better (Azeem, 2010; Al Zeifeti & Mohamad, 2017) . Ling & Bhatti (2014) propose that employees' achievement and output recognized the organization where they work and characterized by skills, effort and nature of the work condition are the combination expressed as a part that represents job performance. A good work result will be obtained when employees have strong commitment to the organization and a psychological attachment to the organization (Al Zeifeti & Mohamad, 2017; Sharma & Sinha, 2015) .
Organizational commitment is the social actors' willingness to provide their effort and loyalty to the social system (Lapointe et al., 2018) . The attachment to the personality system of social relations can be self-expression, so it can increase employees' morale and behavior to work better and produce their work achievement (Jayaweera, 2015; Platis et al., 2014) . Work achievement is considered as an important parameter in the organization and it recognized as a profession to find innovative ways for organizational progress (Aboazoum et al., 2015) . Based on this description, it can be assumed that organizational commitment positively influences job performance.
Methodology
This research was conducted in three regional government secretariat offices, in Central Lampung regency, East Lampung regency and Metro municipality. The researchers assumed that each government office in these three different locations has the highest cultural variation compared to other cities in Lampung province. Variations in distance traveled by employees, especially in East Lampung and Central Lampung regencies are very high due to the transformation of Central Lampung regency into Metro municipality implemented by the Government since 2010. Most of the employees who live in Metro municipality, still stay even though their office location is moved from Metro municipality to Central Lampung and East Lampung.
The research on performance measurement using factors such as motivation, organizational commitment and organizational fairness has been done before. However, the research on performance measurement using mediating variables of organizational commitment is still infrequent to be done due to various reasons. The existence of political atmosphere in employee's placement based on the interests of certain parties. In addition, most of the government officials who have been accepted and worked as civil servants have not been selected through a strict mechanism of selection examination (Fatimah, 2018) . Therefore, the mental and personality of the government apparatus are not qualified enough compared to the employees of the private institutions who have already done the selection examination with strict qualifications.
The research method used causal survey, by distributing questionnaires to the respondents. The research instrument used was designed to obtain the information about variable used by the researchers. The research analysis was conducted by using the score data of each item of multicultural competence, organizational fairness, organizational commitment and job performance.
Due to the examination of the influence between exogenous and endogenous variables, which is the influence of multicultural competence, organizational fairness, organizational commitment on employees' job performance, therefore, the examination tools used in this research are inferential statistics namely linearity test analysis, regression significance, homogeneity and normality, and structural equation modeling (Bagozzi & Fornell, 1982; Fatimah, 2017) . The package used was linier structural relationship program (LISREL), a statistical program package for modeling structural equation (Wijanto, 2008) .
Based on the research background, the direct influence between exogenous and endogenous variables was described in the form of a constellation model and it followed the rules that have been set. The research samples taken were 350 government officials in Central Lampung, Metro municipality and East Lampung as the respondents (Slovin, 2003) . The determination of the number of the sample was based on proportional random sampling (Hair, 2009; Andriyansah & Aryanto, V.D.W 2017) .
Meanwhile, the sampling technique used is besed on a random sample. The instrument validity was examined using biserial correlation (Naga, 1992; Bluman, 2008) and the reliability used internal consistency reliability coefficient (Steiner, 2003; Cronbach, 1963) . The instrument scale was multi competence, organizational fairness, organizational commitment, and job performance.
Research Results
Before the data analysis is conducted, it is necessary to examine the analysis requirements as follows in Tables 1-3: 
Result of the Path Coefficient Calculation, t value
After the examination of the required analysis, the next step is to calculate and examine each path coefficient presented in Table 4 as follows: 
The Path coefficient Sub-Structure 1
The analysis model of the path coefficient Sub-Structure 1 is described in the form of equation X2 = ρ21X1 + ε1. This examination will provide a decision-making of hypothesis test 1 as shown in Figure 1 :
Figure 1. The Path coefficient Sub-Structure 1
Based on the examination of sub-structure 1, the (ρ21) path coefficient is 0.59 with the value tvalue = 9.52 > ttable (0.05: 375) = 1.65. Therefore, H0 is rejected and the (ρ21) path coefficient is significant, which means that multicultural competence directly influences organizational fairness.
The Path coefficient Sub-Structure 2
The analysis model of the path coefficient Sub-Structure 2 is described in the form of equation Y1 = ρ31X1 + ρ32X2 + ε1. This examination will provide a decisionmaking of hypothesis test 2 and 3 as shown in Figure 2 :
Figure 2. The Path coefficient Sub-Structure 2
Based on the examination of sub-structure 2, the (ρ31) path coefficient is 0.32 and the value tvalue = 4.42 > ttable (0.05: 360) = 1.65. Therefore, H0 is rejected and the (ρ31) path coefficient is significant, which means that multicultural culture positively influence organizational commitment. The (ρ32) path coefficient is 0.16 and tvalue = 2.27 > ttable (0,05: 360) = 1.65, therefore H0 is rejected and the (ρ32) path coefficient is significant, which means that organizational fairness positively influences organizational fairness.
The Path coefficient Sub-Structure 3
The analysis model of the path coefficient Sub-Structure 3 is described in the form of equation Y2 = ρ41X1 + ρ42X2 + ρ43Y1 + ε2. This examination will provide a decision-making of hypothesis test 4, 5 and 6 as shown in Figure 3 : Based on the examination of sub-structure 3, the (ρ41) path coefficient is -0.03 and tvalue = 0.35 < ttable (0.05: 375) = 1.65. Therefore, H0 is accepted and the (ρ41) path coefficient is not significant. It means that multicultural competence does not directly influence job performance. The (ρ42) path coefficient is 0.10 and tvalue = 1.14 < ttable (0,05: 360) = 1.65, therefore H0 is accepted and the (ρ42) path coefficient is significant. It means that organizational fairness does not directly influence job performance positively. The (ρ43) path coefficient is 0.30 and tvalue = 4.13 > ttable (0.05: 360) = 1.65, therefore H0 is rejected and the (ρ43) path coefficient is significant. It means that organizational commitment positively influences job performance.
The Path Model
Based on the path model calculation and t-value for hypothesis examination shown in Figure 4 , four coefficients have significant values < 0.05 or t-value > 1.65. Therefore, H0 is rejected and Ha is accepted, while the other two path coefficients are not significant because the value of significant path coefficient > 0.05 or t-value < 1.65.
Figure 4. The Path Model with t-value
Overall, the diagram of standardized solution path on each variable through Lisrel versi 8.80 program is described in Figure 5 as follows:
Figure 5. Diagram of Standardized Solution Path
Based on Figure 5 (diagram of standardized solution path), in addition to the direct influence, there is also total and indirect influence between exogenous variables (X) and endogenous variables (Y). Based on the lisrel output on standardized total effect, it shows that:
(1) there is a direct effect of three variables namely, multicultural competence (X1), organizational fairness (X2) and organizational commitment (Y1) on job performance (Y2) presented by each path coefficient being 0.59, 0.32, 0.16, and 0.30 because it is not mediated by other variables (intervening variables); (2) the total effect two variables namely, multicultural competence (X1) and organizational fairness (X2) on organizational commitment (Y1) is equal to the total value of direct effect on each variable, because it is mediated by other variables (intervening variables) of organizational fairness (X2); (3) there is indirect effect of one variable namely, multicultural competence (X1) on organizational commitment (Y1) being 0.59 x 0.16 = 0.094, because there is another variable (intervening variable) namely organizational fairness (X2). Meanwhile, the total effect is 0.59 + 0.16 = 0.74; (4) there is indirect effect of one variable namely, multicultural competence (X1) on job performance (Y2) being 0.32 x 0.30 = 0.096, because there is another variable (intervening variable) namely organizational commitment (Y1). Meanwhile, the total effect is 0.32 + 0.30 = 0.62; (5) there is indirect effect of one variable namely, organizational fairness (X2) on job performance (Y2) being 0.16 x 0.30 = 0.048, because there is another variable (intervening variable) namely organizational commitment (Y1). Meanwhile, the total effect is 0.16 + 0.30 = 0.46.
The above description of the total effect of exogenous variable (X) on endogenous variable (Y) shows that X1 variable has direct influence on X2 variable. X1 variable has direct influence on Y1 variable. X2 variable has direct influence on Y1 variable. Y1 variable has direct influence on Y2 variable. The influence of X1 variable on X2 variable has the largest value of influence compared to other variables that are not mediated by other variables. In other words, multicultural competence (X1) and organizational fairness (X2) have the largest influence value compared to only one variable that influences organizational commitment (Y1). The variable of multicultural competence (X1) and organizational fairness (X2) have no direct influence on performance (Y2).
Multicultural competence has direct positive influence on organizational
fairness This finding shows that multicultural competence is well-conducted, in which employees' ability is improved in the organization consisting of individuals' ability to interact with their work environment, accept the existing culture variations due to diverse cultures and habits. Therefore, organizational fairness related to the ways where employees can determine whether they have been treated fairly in their work and meet the requirements with the ways where the determination affects other related jobs. Organizational fairness refers to perceived fairness from social and economic exchange among employees. This finding is in accordance with Vincent & Torres's research (2015) where multicultural competence is the ability to engage in action or create conditions that maximize the optimal development of individuals or individual system (Hladik, 2012) .
Multicultural competence has direct positive influence on organizational commitment
The finding shows that multicultural competence has direct positive influence on organizational commitment. It indicates that if the skills needed to achieve effective performance are fulfilled by employees through work environment with crossculture and different culture from various groups, then individuals' ability who work in the organization and use all their capabilities to improve organizational performance will increase. Employees will improve their ability to understand and commit to the organizational goals. Employees competence where they understand multicultural and are intelligent in using their emotions to understand various cultures in their work environment will involve themselves in action and create individual conditions to work in the organization. Employees commit to work hard with strong desire and be open-minded to the organizational goals and values. This finding is in accordance with the research by Hladik et al. (2012) , who state that multicultural competence influences organizational commitment.
Multicultural competence has no direct positive influence on job performance
The finding shows that multicultural competence has no direct positive influence on job performance. It indicates that if employees are aware and have skills to utilize the existing cross-culture in their work environment of the organization, then new values created by employees to improve the additional value for each duty they will not increase significantly. The existing potential on each employee will be less developed in accordance with the interests of the organization. Various existing culture will not be a strength to create the potential which improve employees' performance. This finding is not relevant to the research by Dietz et al., (2017) and Barden et al. (2017) who state that multicultural competence influence job performance.
Organizational fairness has direct positive influence on organizational commitment
The finding shows that organizational fairness has direct positive influence on organizational commitment. It indicates that if an evaluation of administrative decision made by employees in terms of division tasks, empowerment of employees' rights and obligations is increased, then employees' willingness to increase energy and loyalty on social system of the organization will increase. Employees can express and socially interact to improve commitment to the organization through their ability to adopt common values and responsibilities given to the organization. Therefore, the fairness given by the organization to employees will be positively perceived by employees to increase commitment and loyalty to the organization. This finding is in accordance with the research by Rai (2013) and Chen et al. (2015) who state that organizational fairness has influence on organizational commitment. 4.5.5 Organizational fairness has no direct positive influence on job performance The finding shows that organizational fairness has no direct positive influence on job performance. It indicates that fairness of resources received by employees in the organization in the form of equality of rights and obligations acceptance of the organization's performance, then the findings created by employees to additional value in each task they will not increase significantly. The existing employees' competence which is less developed is in accordance with the organizational goals. Various perceptions about fairness which is developing among employees are less supportive if it will be used as a strength to create competence in improving employees' performance. This finding is not relevant with the research by Platis et al. (2014) and Ling and Bhatti (2014) who state that organizational fairness influence job performance.
4.5.6
Organizational commitment has direct positive influence on job performance The finding shows that organizational commitment has direct positive influence on job performance. It indicates that if employees have strong beliefs, accept the existing value set by the organization, have willingness to do a lot of effort for the organization, keep working with high commitment, then the result of work achieved will increase. The achievement of employees' performance result and output recognized by the organization where they work and characterized by skills, effort and nature of work conditions is the combination of the part which represents better employees' performance. A good work result will be obtained when employees have strong commitment to the organization and a psychological attachment to the organization. This result is relevant with the research by Sharma and Sinha (2015) , and Al Zeifeti and Mohamad (2017) who state that there is significant influence among organizational commitment and job performance.
Conclusion
Based on the research, the following conclusions can be made: a. Multicultural competence influences organizational fairness. It shows that if individuals' ability to interact with their work environment is improved, organizational fairness is better evaluation process of employees' administrative decision. Therefore, it can be concluded that multicultural competence is in accordance with employees' perceptions and expectations. b. Multicultural competence influences organizational commitment. It shows that if cultural variations existing in the organization can be optimized, awareness of the importance of skills and knowledge can improve employees' performance that will be better. Therefore, it can be concluded that multicultural competence is in accordance with employees' perceptions and expectations. c. Multicultural competence influences job performance. It shows that if cultural variations existing in the organization is used as positive potential used by the organization, new innovations that provide additional value can be increased.
Therefore, it can be concluded that multicultural competence is in accordance with employees' perceptions and expectations. d. Organizational fairness influences organizational commitment. It shows that the fairness of the resource expected by employees can be realized by their organization. Therefore, promotion of work ethics, career commitment, employees' involvement in their work can be improved. It can be concluded that organizational fairness is in accordance with employees' expectations. e. Organizational fairness influence job performance. It shows that if each existing unit has a role in the organization, the existence of fairness and important parameter in the employee profession, then employees' achievement in the output recognized by the organization can be increased. Therefore, it can be concluded that organizational fairness is in accordance with employees' expectations. f. Organizational commitment influence job performance. It shows that if organizational commitment that includes strong belief and acceptance of organizational values and goals is getting better, then employees' work characterized with skills, effort and nature of work condition will be better. Therefore, it can be concluded that organizational fairness is in accordance with employees' expectations.
Suggestions
Based on the research the following suggestions can be made: a. Multicultural competence consisting of individuals' ability to interact with their work environment which consists of various cultures should be improved so that employees' perception on organizational fairness can be better. b. Multicultural competence consisting various cultures in the organization can be optimized so that the awareness of the importance of skills and knowledge to improve employees' performance can be increased. c. Organizational fairness consisting of fairness of resource expected by employees can be realized by their organization so that work ethic support, career commitment and employees' involvement on their work can be improved. d. Organizational commitment consisting of the belief in organizational values and goals should be improved so that skills, effort and nature of work condition can be better.
